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ﺭﺍﺑﻄﻪ ﻱ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ
ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ)ﺱ( ﻧﺠﻒ ﺁﺑﺎﺩ
ﻣﺮﺟﺎﻥ ﻣﺮﺩﺍﻧﻲ ﺣﻤﻮﻟﻪ 1 / ﻋﺰﻳﺰ ﺷﻬﺮﻛﻲ ﻭﺍﺣﺪ2
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﺩﺭﻙ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﺑﻴﻤﺎﺭﺳــﺘﺎﻥ ﺧﻮﺩ، ﺟﻮ ﺳــﺎﺯﻣﺎﻧﻲ ﺁﻥ ﺭﺍ ﺷــﻜﻞ ﻣﻲ ﺩﻫﺪ. ﻣﺘﺪﺍﻭﻟﺘﺮﻳﻦ ﻋﺎﻣﻞ ﺩﺭﻭﻧﻲ ﺍﺛﺮﮔﺬﺍﺭ ﺭﻭﻱ ﺟﻮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ، 
ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺳــﺖ. ﻫﺪﻑ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺗﻌﻴﻴﻦ ﺍﺭﺗﺒﺎﻁ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ)ﺱ( ﻧﺠﻒ ﺁﺑﺎﺩ ﺑﻮﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳـﻲ: ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻳﻚ ﻣﻄﺎﻟﻌﻪ ﺗﻮﺻﻴﻔﻲ ﻫﻤﺒﺴــﺘﮕﻲ ﺍﺳﺖ. ﻧﻤﻮﻧﻪ ﻱ ﺁﻣﺎﺭﻱ 021 ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ)ﺱ( 
ﻧﺠﻒ ﺁﺑﺎﺩ ﺍﺳﺖ ﻛﻪ ﺍﺯ ﻃﺮﻳﻖ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﺩﺭ ﺩﺳﺘﺮﺱ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺁﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﺭ ﺳﺎﻝ 7831 ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ. ﺍﺑﺰﺍﺭﻫﺎﻱ ﻣﻮﺭﺩ ﺍﺳﺘﻔﺎﺩﻩ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﻱ ﺷﺨﺼﻴﺖ ﺁﻳﺰﻧﻚ ﺩﺭ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧﻪ ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ، ﺑﺮﻭﻥ ﮔﺮﺍﻳﻲ، ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ ﻭ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ ﻭ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ 
ﺩﺭ ﺍﺑﻌﺎﺩ ﺷﺸــﮕﺎﻧﻪ ﺣﻤﺎﻳﺘﻲ، ﺩﺳــﺘﻮﺭﻱ، ﺗﺤﺪﻳﺪﻱ، ﻫﻤﻜﺎﺭﺍﻧﻪ، ﻣﺘﻌﻬﺪﺍﻧﻪ ﻭ ﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧﻪ ﺑﻮﺩ. ﺑﺮﺍﻱ ﺗﺠﺰﻳﻪ ﻭ ﺗﺤﻠﻴﻞ ﺩﺍﺩﻩ ﻫﺎ ﺍﺯ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ 
ﻭ ﺁﺯﻣﻮﻧﻬﺎﻱ ﺁﻣﺎﺭﻱ ﻣﺠﺬﻭﺭ ﻛﺎ ﻭ ﺗﻲ ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ: ﺑﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﻫﺮ ﻳﻚ ﺍﺯ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧﻪ ﺑﺎ ﺟﻮ ﺳــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳــﺘﺎﻥ )ﺑﺎﺯ ﻭ ﺑﺴﺘﻪ( ﺭﺍﺑﻄﻪ ﺍﻱ ﻭﺟﻮﺩ 
ﻧﺪﺍﺷﺖ. ﺑﻴﻦ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧﻪ ﺷﺨﺼﻴﺖ ﺑﺎ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺟﺰ ﺑﻌﺪ ﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧﻪ ﺭﺍﺑﻄﻪ ﺍﻱ ﻣﺸﺎﻫﺪﻩ ﻧﺸﺪ. ﻳﺎﻓﺘﻪ ﻫﺎ ﺑﻴﺎﻧﮕﺮ ﻭﺟﻮﺩ ﺭﺍﺑﻄﻪ 
ﺑﻴﻦ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭ ﮔﺎﻧﻪ ﺷﺨﺼﻴﺖ ﺑﺎ ﻳﻜﺪﻳﮕﺮ ﺑﻮﺩ.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﻛﺎﺭﻛﻨﺎﻥ ﺑﺮﻭﻧﮕﺮﺍﺗﺮ، ﺍﺯ ﺟﻮ ﺑﻴﻤﺎﺭﺳــﺘﺎﻧﻲ ﻣﺘﻌﻬﺪﺍﻧﻪ ﺗﺮﻱ ﺑﺮﺧﻮﺭﺩﺍﺭﻧﺪ. ﻣﺪﻳﺮﺍﻥ ﺑﻴﻤﺎﺭﺳــﺘﺎﻥ ﻫﺎ ﻣﻲ ﺗﻮﺍﻧﻨﺪ ﺷﻨﺎﺧﺖ ﺑﻴﺸﺘﺮﻱ 
ﺩﺭﺑﺎﺭﻩ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺮﺍﻱ ﺍﻧﺘﺨﺎﺏ ﻭ ﮔﺰﻳﻨﺶ ﺑﻬﺘﺮ ﺁﻥ ﻫﺎ ﺑﻪ ﺩﺳﺖ ﺁﻭﺭﻧﺪ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ، ﻛﺎﺭﻛﻨﺎﻥ، ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 22/2/88 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 4/5/88 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 52/7/88
ﻛﺎﺭﺷﻨﺎﺱ ﺍﺭﺷﺪ ﭘﺮﺳﺘﺎﺭﻱ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ)ﺱ( ﻧﺠﻒ ﺁﺑﺎﺩ؛ ﻧﻮﻳﺴﻨﺪﻩ ﻣﺴﺌﻮﻝ )moc.liamg@najraminadram. 1 (
. 2 ﻣﺮﺑﻲ ﮔﺮﻭﻩ ﭘﺮﺳﺘﺎﺭﻱ، ﺩﺍﻧﺸﻜﺪﻩ ﭘﺮﺳﺘﺎﺭﻱ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺯﺍﺑﻞ
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ﻣﻘﺪﻣﻪ
ﻳﻜﻲ ﺍﺯ ﻣﻬﻢ ﺗﺮﻳﻦ ﺣﻮﺯﻩ ﻫﺎﻱ ﺗﻮﺳﻌﻪ ﭘﺎﻳﺪﺍﺭ ﺳﻼﻣﺘﻲ ﺩﺭ ﺟﻮﺍﻣﻊ 
ﺑﺸﺮﻱ، ﺑﺨﺶ ﺑﻬﺪﺍﺷﺖ ﻭ ﺩﺭﻣﺎﻥ ﺍﺳﺖ ﻛﻪ ﺍﺭﺗﺒﺎﻁ ﻣﺴﺘﻘﻴﻤﻲ ﺑﺎ 
ﺳﻼﻣﺖ ﺍﻧﺴﺎﻥ ﻫﺎ ﺩﺍﺭﺩ ﻭ ﻭﻇﻴﻔﻪ ﺧﻄﻴﺮ ﺣﻔﻆ ﻭ ﺍﻋﺎﺩﻩ ﺳﻼﻣﺘﻲ ﺭﺍ 
ﺑﻪ ﺟﺎﻣﻌﻪ ﺍﻧﺴﺎﻧﻲ ﺑﺮﻋﻬﺪﻩ ﺩﺍﺭﺩ. ﺩﺭﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺭﻗﺎﺑﺘﻲ ﺍﻣﺮﻭﺯ، 
ﺗﻨﻬﺎ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻗﺎﺩﺭ ﺑﻪ ﺍﺩﺍﻣﻪ ﺣﻴﺎﺕ ﻫﺴ ــﺘﻨﺪ ﻛﻪ ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ 
ﺧ ــﻮﺩ ﺍﻫﻤﻴﺖ ﻣﻲ ﺩﻫﻨﺪ. ﭘﺲ ﺑﻪ ﺗﺒ ــﻊ ﺁﻥ، ﺩﺭﻙ ﺍﻳﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ 
ﺳﺎﺯﻣﺎﻥ ﺧﻮﺩ ﻛﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻧﺎﻣﻴﺪﻩ ﻣﻲ ﺷﻮﺩ، ﻧﻴﺰ ﺣﺎﺋﺰ ﺍﻫﻤﻴﺖ 
ﺧﻮﺍﻫﺪ ﺑﻮﺩ. ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺻﻮﺭﺕ ﻫﺎﻱ ﺑﺎﺯ ﻭ ﺑﺴ ــﺘﻪ ﻭﺟﻮﺩ 
ﺩﺍﺭﺩ. ]1[
ﺑ ــﺎﺯ ﺑﻮﺩﻥ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻃﻮﺭ ﻣﻠﻤﻮﺳ ــﻲ ﺑﻪ ﻭﺿﻌﻴﺖ 
ﻋﺎﻃﻔﻲ ﻣﻮﺟﻮﺩ ﺑﺴﺘﮕﻲ ﺩﺍﺭﺩ ﻳﻌﻨﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﺩﺍﺭﺍﻱ 
ﺟﻮ ﺑﺎﺯ ﻫﺴﺘﻨﺪ، ﻛﺎﺭﻛﻨﺎﻥ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﻭ ﻣﺤﻴﻂ ﺁﻥ ﺍﺯ ﺧﻮﺩ 
ﺑﻴﮕﺎﻧﮕﻲ ﻛﻤﺘﺮﻱ ﺭﺍ ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﻨﺪ ﺗﺎ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﺩﺍﺭﺍﻱ 
ﺟﻮ ﺑﺴﺘﻪ ﻫﺴﺘﻨﺪ. ]2[ ﻫﻤﭽﻨﻴﻦ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﺎ ﺟﻮ ﺑﺎﺯ ﻧﺴﺒﺖ ﺑﻪ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﺎ ﺟﻮ ﺑﺴﺘﻪ ﺩﺍﺭﺍﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻗﻮﻱ ﺗﺮ ﻫﺴﺘﻨﺪ ﻭ ﺍﻳﻦ 
ﻛﺎﺭﻛﻨﺎﻥ ﻋﺰﺕ ﻧﻔﺲ ﺑﺎﻻﺗﺮﻱ ﺩﺍﺷﺘﻪ ﻭ ﺍﺟﺘﻤﺎﻋﻲ ﻭ ﺁﮔﺎﻩ ﻫﺴﺘﻨﺪ ﻭ 
ﺍﻓﺰﻭﻥ ﺑﺮ ﺁﻥ ﺑﻪ ﺍﺛﺮ ﺑﺨﺸﻲ ﺳﺎﺯﻣﺎﻥ ﺧﻮﺩ ﺍﻋﺘﻤﺎﺩ ﺯﻳﺎﺩﺗﺮﻱ ﺩﺍﺭﻧﺪ. 
ﻫﻤﭽﻨﻴﻦ ﻧﺴ ــﺒﺖ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﻭﻓﺎﺩﺍﺭﻱ ﻭ ﺗﻌﻬﺪ ﺑﻴﺸﺘﺮﻱ ﺍﺯ ﺧﻮﺩ 
ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﻨﺪ، ﻣﺪﻳﺮ ﻫﻢ ﻧﺴﺒﺖ ﺑﻪ ﭘﻴﺸﻨﻬﺎﺩﺍﺕ ﻛﺎﺭﻛﻨﺎﻥ ﺭﻏﺒﺖ 
ﺑﻴﺸﺘﺮﻱ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻭ ﺍﺯ ﺁﻧﻬﺎ ﺻﺎﺩﻗﺎﻧﻪ ﻗﺪﺭﺩﺍﻧﻲ ﻣﻲ ﻧﻤﺎﻳﺪ ﻭ ﺑﻪ 
ﺷﺎﻳﺴﺘﮕﻲ ﺣﺮﻓﻪ ﺍﻱ ﺁﻧﺎﻥ ﺍﺣﺘﺮﺍﻡ ﻣﻲ ﮔﺬﺍﺭﺩ. ]3[ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ 
ﺑﺎ ﺟﻮ ﺑﺎﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺭﺗﺒﺎﻁ ﺑﻴﺸ ــﺘﺮﻱ ﺑﺎ ﻫﻢ ﻭ ﺑﺎ ﻣﺮﺍﺟﻌﺎﻥ ﺑﺮﻗﺮﺍﺭ 
ﻣﻲ ﻛﻨﻨﺪ ﻭ ﺑﺎ ﻣﺸ ــﻜﻼﺕ ﺭﻓﺘﺎﺭﻱ ﻛﻤﺘﺮﻱ ﻣﻮﺍﺟﻬﻨﺪ.ﺩﺭ ﻣﻘﺎﺑﻞ، 
ﻛﺎﺭﻛﻨﺎﻥ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﺎ ﺟﻮ ﺑﺴﺘﻪ ﺩﺭ ﺯﻣﻴﻨﻪ ﻫﺎﻱ ﺗﺤﻘﻴﺮ ﻛﺮﺩﻥ ﻭ 
ﺳﺘﻴﺰﻩ ﺟﻮﻳﻲ ﻧﻤﺮﺍﺕ ﺑﻴﺸﺘﺮﻱ ﻛﺴﺐ ﻛﺮﺩﻩ ﺍﻧﺪ. ]4[
ﺩﺭ ﻭﺍﻗﻊ ﻛﺎﺭﻛﻨﺎﻥ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺍﺯ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ 
ﻳﻜﺴ ــﺎﻧﻲ ﺑﺮﺧ ــﻮﺭﺩﺍﺭ ﻧﻴﺴ ــﺘﻨﺪ.ﻳﻜﻲ ﻛﻢ ﺣﺮﻑ ﻭ ﺳ ــﺎﻛﺖ ﻭ 
ﺩﻳﮕﺮﻱ ﻓﻌﺎﻝ ﺩﺭ ﺑﺮﻗﺮﺍﺭﻱ ﺍﺭﺗﺒﺎﻃﺎﺕ ﻛﻼﻣﻲ ﺍﺳﺖ.ﻳﻜﻲ ﺑﺪﺑﻴﻦ، 
ﺧﻮﺩﺧ ــﻮﺍﻩ ﻭﻣﺘﻜﺒﺮ ﺍﺳ ــﺖ ﻭ ﺩﻳﮕﺮﻱ ﺧ ــﻮﺵ ﺑﻴﻦ، ﻣﺘﻮﺍﺿﻊ ﻭ 
ﻋﻼﻗﻪ ﻣﻨﺪ ﺑﻪ ﺩﻳﮕﺮﺍﻥ. ]2[
ﺑﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺣﺎﻛ ــﻢ ﺑﺮ ﻣﺤ ــﻞ ﻛﺎﺭ ﺁﻧﻬﺎ ﺭﺍﺑﻄﻪ ﻭﺟ ــﻮﺩ ﺩﺍﺭﺩ. ﻧﺘﺎﻳﺞ ﻣﻄﺎﻟﻌﻪ 
ﺳ ــﻴﻨﮕﺮ ﻭ ﻫﻤﻜﺎﺭﺍﻥ ﻛﻪ ﺑﻪ ﺑﺮﺭﺳ ــﻲ ﻛﺎﺭﻛﻨﺎﻥ 19 ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺩﺭ ﺁﻣﺮﻳﻜﺎ ﺍﻗﺪﺍﻡ ﻧﻤﻮﺩﻩ ﺍﻧﺪ، ﻧﺸ ــﺎﻥ ﺩﺍﺩ، ﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ 
ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﻭﻳﮋﻩ ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ ﺁﻧﺎﻥ 
ﺭﺍﺑﻄﻪ ﺩﺍﺷﺘﻪ ﺍﺳ ــﺖ. ]5[ ﻣﻄﺎﻟﻌﻪ ﺭﻭﺍﺑﻂ ﻣﻴﺎﻥ ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ 
ﻭ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ، ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺍﺭﺗﺒﺎﻁ 
ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺍﺯ ﻧﻈﺮ ﺁﻣﺎﺭﻱ ﺑﻴﻦ ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﻭﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﻭﺟ ــﻮﺩ ﺩﺍﺭﺩ. ﺩﺭ ﺣﻘﻴﻘ ــﺖ، ﺁﻧﭽ ــﻪ ﻛﺎﺭﻣﻨ ــﺪ 
ﺍﻧﺠ ــﺎﻡ ﻣﻲ ﺩﻫﺪ ﻳﺎ ﺍﻧﺠﺎﻡ ﻧﻤﻲ ﺩﻫﺪ، ﺁﻫﻨ ــﮓ ﺭﻭﺍﺑﻂ ﻛﺎﺭﻱ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺭﺍ ﺑﻪ ﻭﺟﻮﺩ ﻣﻲ ﺁﻭﺭﺩ. ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ 
ﺭﻓﺘﺎﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ، ﺍﺛﺮ ﺑﺎﻟﻘﻮﻩ ﺍﻱ ﺑﺮ ﺷ ــﻜﻞ ﺩﻫﻲ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ 
ﺩﺍﺭﺩ.ﮔﺮﻭﻫﻲ ﺍﺯ ﭘﮋﻭﻫﺸ ــﮕﺮﺍﻥ ﺁﻣﺮﻳﻜﺎﻳﻲ ﺑﺎ ﺑﺮﺭﺳ ــﻲ 9863 
ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﭘﺮﺳ ــﺘﺎﺭﻱ ﺩﺭﻳﺎﻓﺘﻨ ــﺪ ﻭﻗﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﻳﻚ 
ﻣﺤﻴﻂ ﺍﻣﻦ ﺑﻪ ﺍﻧﺠﺎﻡ ﻭﻇﻴﻔﻪ ﻣﻲ ﭘﺮﺩﺍﺯﻧﺪ، ﺑﻴﺸ ــﺘﺮ ﺗﻤﺎﻳﻞ ﺩﺍﺭﻧﺪ 
ﺧﻄﺎﻫﺎﻱ ﺷ ــﻐﻠﻲ ﺧ ــﻮﺩ ﺭﺍ ﺑﻴﺎﻥ ﻛﻨﻨﺪ ﻭ ﺩﺭ ﺣﻞ ﻣﺸ ــﻜﻼﺕ 
ﻣﺮﺗﺒﻂ ﺑﺎ ﺧﻄﺎﻫﺎﻱ ﻛﺎﺭﻱ ﻣﺸ ــﺎﺭﻛﺖ ﺟﻮﻳﻨﺪ ﻭ ﺍﺷﺎﺭﻩ ﻧﻤﻮﺩﻧﺪ 
ﻛﻪ ﺗﻌﻬﺪ ﺷ ــﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻨﺒﻊ ﺑﺎ ﺍﺭﺯﺷﻲ ﺑﺮﺍﻱ ﺍﺭﺗﻘﺎﻱ ﺣﺲ 
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﺷﺎﻥ ﺍﺳﺖ. ﻣﺤﻘﻘﻴﻦ ﺗﻮﺻﻴﻪ ﻧﻤﻮﺩﻧﺪ ﻣﺪﻳﺮﺍﻥ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺑﺎﻳﺪ ﺭﻭﻱ ﺗﻌﻬﺪ ﺷﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺳﺮﻣﺎﻳﻪ ﮔﺬﺍﺭﻱ 
ﻧﻤﺎﻳﻨﺪ ﻭ ﻣﺸ ــﺎﺭﻛﺖ ﻓﻌﺎﻝ ﺁﻧ ــﺎﻥ ﺭﺍ ﺩﺭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﻫﺎ ﺍﺯ ﺭﺍﻩ 
ﺗﻮﺳ ــﻌﻪ ﻛﺎﻧﺎﻝ ﻫﺎﻱ ﺍﺭﺗﺒﺎﻃﻲ ﺗﺸﻮﻳﻖ ﻛﻨﻨﺪ. ]6[ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ 
ﻓﺸ ــﺎﺭ ﺭﻭﺍﻧﻲ ﺑﺎ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﻣﺪﻳﺮﺍﻥ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﻧﺸﺎﻥ 
ﺩﺍﺩﻩ ﺍﺳ ــﺖ ﻛﻪ ﻣﺪﻳﺮﺍﻥ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺣﺪﺍﻗﻞ ﻓﺸ ــﺎﺭ ﺭﻭﺍﻧﻲ، 
ﻧﺴ ــﺒﺖ ﺑﻪ ﺁﻧﻬﺎ ﻛﻪ ﺣﺪﺍﻛﺜﺮ ﻓﺸﺎﺭ ﺭﻭﺍﻧﻲ ﺭﺍ ﺗﺤﻤﻞ ﻧﻤﻮﺩﻩ ﺍﻧﺪ، 
ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺳﺎﻟﻢ ﺗﺮﻱ ﺩﺍﺷ ــﺘﻪ ﺍﻧﺪ.ﻗﺪﺭ ﻣﺴﻠﻢ ﺁﻥ ﺍﺳﺖ ﻛﻪ 
ﺗﻔﺎﻭﺕ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﺑﺮ ﻧﺤﻮﻩ ﻋﻤﻠﻜﺮﺩ ﻭ ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺛﺮ 
ﺧﻮﺍﻫﺪ ﺩﺍﺷ ــﺖ. ]7[ ﻫﻤﭽﻨﻴﻦ ﺭﺍﺑﻄﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺭﻭﺣﻴﻪ 
ﻛﺎﺭﻛﻨﺎﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳ ــﺖ ﻭ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺗﺤﻘﻴﻖ 
ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺻﻮﺭﺗﻲ ﻛﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺯ ﺩﺍﺷﺘﻪ 
ﺑﺎﺷ ــﻨﺪ، ﺭﻭﺣﻴ ــﻪ ﺑﺎﻻﺗﺮ ﺩﺍﺭﻧﺪ ﻭ ﺩﺭ ﺻﻮﺭﺗ ــﻲ ﻛﻪ ﺩﺍﺭﺍﻱ ﺟﻮ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﺴﺘﻪ ﺑﺎﺷﻨﺪ ﺍﺯ ﺭﻭﺣﻴﻪ ﭘﺎﻳﻴﻦ ﺗﺮﻱ ﺑﺮﺧﻮﺭﺩﺍﺭﻧﺪ. ]8[ 
ﺑﻪ ﻋﺒﺎﺭﺕ ﺩﻳﮕﺮ ﺗﺤﺖ ﺷ ــﺮﺍﻳﻂ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺴﺘﻪ ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻲ ﺗﻔﺎﻭﺕ ﺷ ــﺪﻩ ﻭ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﻧﺴ ــﺒﺖ ﺑﻪ ﻛﺎﺭ ﻏﻴﺮ ﺣﺴﺎﺱ 
ﻣﻲ ﺷﻮﻧﺪ ﻭ ﺩﺭ ﺻﻮﺭﺗﻲ ﻛﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺑﻪ ﻫﺮ ﺩﻟﻴﻠﻲ ﻗﺎﺩﺭ ﺑﻪ 
ﺟﺬﺏ ﻭ ﺣﻤﺎﻳﺖ ﻧﻴﺮﻭﻫﺎﻱ ﺧﻮﺩ ﻧﺒﺎﺷ ــﻨﺪ، ﺩﺭ ﺍﻧﺠﺎﻡ ﻭﻇﺎﻳﻒ 
ﺧﻄﻴﺮ ﺧﻮﺩ ﺑﺎ ﻣﺸ ــﻜﻞ ﺭﻭﺑﻪ ﺭﻭ ﻣﻲ ﺷ ــﻮﻧﺪ. ﻟﺬﺍ ﻻﺯﻡ ﺍﺳ ــﺖ، 
ﻣﺪﻳﺮﺍﻥ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺑﺎ ﺍﻳﺠﺎﺩ ﺟﻮﺳﺎﺯﻣﺎﻧﻲ ﻣﻨﺎﺳﺐ، ﺭﻭﺣﻴﻪ 
ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺑﺮﺍﻱ ﺍﺭﺍﺋﻪ ﺧﺪﻣﺎﺕ ﺑﻬﺘﺮ ﻗﻮﻱ ﻧﻤﺎﻳﻨﺪ. ]5[
ﺭﺍﺑﻄﻪ ﻱ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ …
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ﺩﺭ ﻣﻘﺎﺑﻞ، ﻣﻄﺎﻟﻌﻪ ﺩﻳﮕﺮﻱ ﻧﻴﺰ ﺭﺍﺑﻄﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻋﺰﺕ 
ﻧﻔﺲ ﺭﺍ ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﻭ ﻧﺘﺎﻳﺞ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻩ ﺍﻧﺪ ﻛﻪ ﺑﻴﻦ 
ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻋﺰﺕ ﻧﻔﺲ، ﺗﺤﺼﻴﻼﺕ ﻭ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭﺭﺍﺑﻄﻪ 
ﻣﻌﻨﻲ ﺩﺍﺭ ﺁﻣﺎﺭﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺷﺘﻪ ﺍﺳﺖ. ]9[ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﺷﻨﺎﺧﺖ 
ﺟﻮﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ، 
ﺑ ــﻪ ﻣﺪﻳﺮﺍﻥ ﻭ ﻛﺎﺭﻛﻨ ــﺎﻥ ﺁﻧﻬﺎ ﻛﻤﻚ ﻣﻲ ﻧﻤﺎﻳﺪ ﺗ ــﺎ ﺑﻪ ﻋﻠﻞ ﺍﻧﻮﺍﻉ 
ﺗﻌﺎﺭﺿﺎﺕ، ﺍﺑﻬﺎﻣﺎﺕ ﻭ ﭼﺎﻟﺶ ﻫﺎﻱ ﻣﻮﺟﻮﺩ ﺩﺭ ﻣﺤﻴﻂ ﻛﺎﺭ ﺧﻮﺩ 
ﺁﮔﺎﻫﻲ ﺑﻴﺸ ــﺘﺮﻱ ﭘﻴﺪﺍ ﻛﻨﻨﺪ ﻭ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺑﻴﻦ ﺁﻧﻬﺎ ﭘﻮﻳﺎﺗﺮ ﺷ ــﻮﺩ 
ﻛﻪ ﺍﻳﻦ ﺍﻣﺮ ﮔﺮﺍﻳﺶ ﺁﻧﺎﻥ ﺑﻪ ﭘﺬﻳﺮﺵ ﻣﺴ ــﺌﻮﻟﻴﺖ ﻫﺎﻱ ﺑﻴﺸ ــﺘﺮ ﺩﺭ 
ﺭﺍﺳﺘﺎﻱ ﺩﺳﺘﻴﺎﺑﻲ ﺑﻪ ﺍﻫﺪﺍﻑ ﻣﺸﺘﺮﻙ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺩﺭ ﭘﻲ ﺧﻮﺍﻫﺪ 
ﺩﺍﺷ ــﺖ. ﻟ ــﺬﺍ ﺑﺎ ﺗﻮﺟﻪ ﺑ ــﻪ ﺗﺤﻘﻴﻘﺎﺕ ﺍﻧﺠﺎﻡ ﺷ ــﺪﻩ ﻭ ﺿﺮﻭﺭﺕ 
ﺷﻨﺎﺧﺖ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﻧﻘﺶ ﺁﻧﻬﺎ ﺩﺭ ﺍﻳﺠﺎﺩ 
ﺟﻮ ﻣﻄﻠﻮﺏ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻛ ــﻪ ﻣﻨﺠﺮ ﺑﻪ ﺍﻓﺰﺍﻳﺶ ﺑﻬﺮﻩ ﻭﺭﻱ ﻭ 
ﺍﺛﺮﺑﺨﺸﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﻲ ﮔﺮﺩﺩ، ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺑﺎ ﻫﺪﻑ ﺗﻌﻴﻴﻦ 
ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋ ﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ)ﺱ( ﻧﺠﻒ ﺁﺑﺎﺩ ﺍﻧﺠﺎﻡ ﺷﺪ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺗﻮﺻﻴﻔﻲ ﻭ ﺍﺯ ﻧﻮﻉ ﻫﻤﺒﺴ ــﺘﮕﻲ ﻣﻲ ﺑﺎﺷ ــﺪ. ﺟﺎﻣﻌﻪ 
ﭘﮋﻭﻫ ــﺶ ﺩﺭ ﺍﻳ ــﻦ ﺗﺤﻘﻴﻖ ﺷ ــﺎﻣﻞ ﻛﻠﻴﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ 
ﻓﺎﻃﻤﻪ ﺍﻟﺰﻫﺮﺍ )ﺱ( ﻧﺠﻒ ﺁﺑﺎﺩ ﺩﺭ ﺳ ــﺎﻝ 7831 ﻣﻲ ﺑﺎﺷ ــﺪ. 021 
ﻧﻔﺮ ﺍﺯ ﺷ ــﺎﻏﻠﻴﻦ ﺍﻳﻦ ﺟﺎﻣﻌﻪ ﺩﺭ ﮔﺮﻭﻩ ﻫﺎﻱ ﺷ ــﻐﻠﻲ ﭘﻴﺮﺍﭘﺰﺷﻜﻲ 
)ﻛﺎﺭﻛﻨﺎﻥ ﻭﺍﺣﺪﻫﺎﻱ ﺁﺯﻣﺎﻳﺸ ــﮕﺎﻩ ﻭ ﺭﺍﺩﻳﻮﻟﻮژﻱ(، ﭘﺮﺳﺘﺎﺭﻱ، 
ﻣﺎﻣﺎﻳ ــﻲ، ﺍﺩﺍﺭﻱ )ﻛﺎﺭﻛﻨﺎﻥ ﻭﺍﺣﺪﻫﺎﻱ ﻛﺎﺭﮔﺰﻳﻨﻲ ﻭ ﺑﺎﻳﮕﺎﻧﻲ( ﻭ 
ﻣﺎﻟﻲ )ﻛﺎﺭﻛﻨﺎﻥ ﻭﺍﺣﺪ ﺣﺴﺎﺑﺪﺍﺭﻱ( ﻛﻪ ﺣﺪﺍﻗﻞ 2 ﺳﺎﻝ ﺳﺎﺑﻘﻪ ﻛﺎﺭ 
ﺩﺍﺷﺘﻨﺪ، ﻭ ﺑﻪ ﺻﻮﺭﺕ ﺭﺳﻤﻲ )ﺁﺯﻣﺎﻳﺸﻲ ﻭ ﻗﻄﻌﻲ( ﻭ ﻗﺮﺍﺭﺩﺍﺩﻱ 
ﺩﺭ ﻃﻴﻒ ﺗﺤﺼﻴﻠﻲ ﺩﻳﭙﻠﻢ ﺗﺎ ﻓﻮﻕ ﻟﻴﺴﺎﻧﺲ ﻣﺸﻐﻮﻝ ﺑﻪ ﻛﺎﺭ ﺑﻮﺩﻧﺪ، 
ﺑﻪ ﺭﻭﺵ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﺩﺭ ﺩﺳ ــﺘﺮﺱ ﺑ ــﻪ ﻋﻨﻮﺍﻥ ﻧﻤﻮﻧﻪ ﭘﮋﻭﻫﺶ 
ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ. ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺑﻪ ﻣﻨﻈﻮﺭ ﺳﻨﺠﺶ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺯ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺷﺪﻩ ﺳﻴﺒﻮ ﺷﺎﻣﻞ 44 ﺳﺆﺍﻝ ﻛﻪ ﺩﺭﺑﺮﺩﺍﺭﻧﺪﻩ 
ﺍﺑﻌﺎﺩ ﺷﺶ ﮔﺎﻧﻪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ )ﺣﻤﺎﻳﺘﻲ، ﺩﺳﺘﻮﺭﻱ، ﺗﺤﺪﻳﺪﻱ، 
ﻫﻤﻜﺎﺭﺍﻧ ــﻪ، ﻣﺘﻌﻬﺪﺍﻧ ــﻪ ﻭ ﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧ ــﻪ( ﺩﺭ ﻃﻴﻒ ﻟﻴﻜﺮﺕ 4 
ﺩﺭﺟﻪ ﺍﻱ ﺑﻪ ﺻﻮﺭﺕ )ﺑﻪ ﻧﺪﺭﺕ، ﺑﻌﻀﻲ ﺍﻭﻗﺎﺕ، ﺑﻴﺸ ــﺘﺮ ﺍﻭﻗﺎﺕ 
ﻭ ﺧﻴﻠﻲ ﺯﻳﺎﺩ( ﺑﻮﺩﻩ ﺍﺳﺖ، ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪ.ﺍﻳﻦ ﺍﺑﺰﺍﺭ ﺗﻮﺳﻂ ﺧﺰﺍﻳﻲ 
ﻧﻴﺰ ﻣﻮﺭﺩ ﺍﺳ ــﺘﻔﺎﺩﻩ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳﺖ. ﻫﻤﭽﻨﻴﻦ ﺟﻬﺖ ﺳﻨﺠﺶ 
ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺷﺪﻩ 
ﺁﻳﺰﻧ ــﻚ ﺩﺭ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧ ــﻪ )ﺑﺮﻭﻧﮕﺮﺍﻳﻲ، ﺩﺭﻭﻧﮕﺮﺍﻳﻲ، ﺛﺒﺎﺕ 
ﻫﻴﺠﺎﻧﻲ ﻭ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ( ﺷﺎﻣﻞ 75 ﺳﺆﺍﻝ ﺑﺴﺘﻪ ﭘﺎﺳﺦ ﺍﺳﺘﻔﺎﺩﻩ 
ﺷ ــﺪﻩ ﺍﺳ ــﺖ. ﺍﻳﻦ ﺍﺑﺰﺍﺭ ﺗﻮﺳﻂ ﺯﺍﺭﻉ ﻧﮋﺍﺩ ﻧﻴﺰ ﻣﻮﺭﺩ ﺍﺳﺘﻔﺎﺩﻩ ﻗﺮﺍﺭ 
ﮔﺮﻓﺘﻪ ﺍﺳ ــﺖ. ﺍﻋﺘﺒﺎﺭ ﻫﺮ ﺩﻭ ﺍﺑﺰﺍﺭ ﺑﻪ ﺭﻭﺵ ﺍﻋﺘﺒﺎﺭ ﻣﺤﺘﻮﺍ ﺗﻮﺳﻂ 
ﺗﻨﻲ ﭼﻨﺪ ﺍﺯ ﺻﺎﺣﺐ ﻧﻈﺮﺍﻥ ﺣﻮﺯﻩ ﻋﻠﻮﻡ ﺗﺮﺑﻴﺘﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺍﺧﺬ 
ﮔﺮﺩﻳ ــﺪ ﻭ ﺟﻬﺖ ﭘﺎﻳﺎﻳﻲ ﺍﺑﺰﺍﺭﻫﺎﻱ ﻣ ــﻮﺭﺩ ﻧﻈﺮ ﺍﺯ ﺭﻭﺵ ﺁﻟﻔﺎﻱ 
ﻛﺮﻭﻧﺒﺎﺥ ﺑﻬﺮﻩ ﮔﺮﻓﺘﻪ ﺷ ــﺪﻛﻪ ﭘﺎﻳﺎﻳﻲ ﻛﻞ ﺍﺑﺰﺍﺭ ﺑﺮﺍﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ 
ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ 29.0 ﻭ ﺑﺮﺍﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ 
48.0 ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪ. ﻫﻤﭽﻨﻴﻦ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻣﺸﺨﺼﺎﺕ ﻓﺮﺩﻱ 
ﺟﻬﺖ ﺑﺮﺭﺳ ــﻲ ﻣﺘﻐﻴﺮ ﻫﺎﻱ ﺳﻦ، ﺟﻨﺲ، ﻭﺿﻌﻴﺖ ﺗﺄﻫﻞ، ﺳﺎﺑﻘﻪ 
ﻛﺎﺭ، ﮔﺮﻭﻩ ﺷ ــﻐﻠﻲ ﻭ ﺳ ــﻄﺢ ﺗﺤﺼﻴﻼﺕ ﻣﻮﺭﺩ ﺍﺳ ــﺘﻔﺎﺩﻩ ﻗﺮﺍﺭ 
ﮔﺮﻓﺖ. ﺩﺭ ﻧﻬﺎﻳﺖ ﺍﺑﺰﺍﺭﻫﺎ ﺩﺭ ﺍﺧﺘﻴﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﻗﺮﺍﺭ ﮔﺮﻓﺖ ﻭ ﺑﻪ 
ﺷ ــﻴﻮﻩ ﺧﻮﺩ ﺍﻳﻔﺎ ﺗﻜﻤﻴﻞ ﺷﺪﻧﺪ. ﺍﺯ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ ﻭ ﺁﺯﻣﻮﻥ ﻫﺎﻱ 
ﻣﺠﺬﻭﺭ ﻛﺎﻱ ﻭ ﺗﻲ ﻧﻴﺰ ﺟﻬﺖ ﺁﻧﺎﻟﻴﺰ ﺍﻃﻼﻋﺎﺕ ﺑﻬﺮﻩ ﮔﺮﻓﺘﻪ ﺷﺪ. 
ﺿﻤﻦ ﺁﻥ ﻛﻪ ﺳ ــﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭﻱ 50.0 ﺑ ــﺮﺍﻱ ﺗﺠﺰﻳﻪ ﻭ ﺗﺤﻠﻴﻞ 
ﺩﺍﺩﻩ ﻫﺎ ﺑﻪ ﻛﺎﺭ ﮔﺮﻓﺘﻪ ﺷ ــﺪ ﻭ ﻣﻼﺣﻈﺎﺕ ﺍﺧﻼﻗﻲ ﺩﺭ ﺗﻤﺎﻡ ﻃﻮﻝ 
ﺗﺤﻘﻴﻖ ﺭﻋﺎﻳﺖ ﮔﺮﺩﻳﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﺩﺭ ﺍﻳ ــﻦ ﺗﺤﻘﻴ ــﻖ 86 ﻧﻔﺮ )76.65 ﺩﺭﺻ ــﺪ( ﺍﺯ ﺁﺯﻣﻮﺩﻧﻲ ﻫﺎ ﺑﻴﻦ 
03 ﺗﺎ 53 ﺳ ــﺎﻝ ﺳ ــﻦ ﺩﺍﺷ ــﺘﻪ ﺍﻧﺪ. ﺍﺯ ﻧﻈﺮ ﺟﻨﺲ 99 ﻧﻔﺮ )5.28 
ﺩﺭﺻﺪ( ﺯﻥ ﺑﻮﺩﻩ ﺍﻧﺪ. 68 ﻧﻔﺮ )76.17 ﺩﺭﺻﺪ( ﻧﻤﻮﻧﻪ ﻫﺎ ﻣﺘﺄﻫﻞ، 
ﺍﺯ ﻧﻈﺮ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭ ﺑﻴﺸ ــﺘﺮ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ 75 ﻧﻔﺮ )5.74 
ﺩﺭﺻﺪ( ﺑﻴﻦ 5 ﺗﺎ 01 ﺳﺎﻝ، ﺳﺎﺑﻘﻪ ﻛﺎﺭ ﺩﺍﺷﺘﻪ ﺍﻧﺪ. ﺩﺭ ﻣﻮﺭﺩ ﺳﻄﺢ 
ﺗﺤﺼﻴ ــﻼﺕ ﺁﺯﻣﻮﺩﻧﻲ ﻫﺎ ﺍﻛﺜﺮﻳﺖ ﺁﻧﻬﺎ 55 ﻧﻔﺮ )38.54 ﺩﺭﺻﺪ( 
ﺩﺍﺭﺍﻱ ﻣﺪﺭﻙ ﻛﺎﺭﺷﻨﺎﺳﻲ ﺑﻮﺩﻧﺪ ﻭ ﺑﻴﺸﺘﺮﻳﻦ ﺁﻧﻬﺎ 38.54 ﺩﺭﺻﺪ 
ﺩﺭ ﮔﺮﻭﻩ ﺷ ــﻐﻠﻲ ﭘﺮﺳﺘﺎﺭﻱ ﺑﻮﺩﻩ ﺍﻧﺪ. ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﺻﻠﻲ ﭘﮋﻭﻫﺶ 
ﻣﻄﺎﺑ ــﻖ ﺟﺪﻭﻝ 1 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺍﺯ 42 ﭘﺮﺳ ــﻨﻞ ﺩﺭﻭﻧﮕﺮﺍ 
76.14 ﺩﺭﺻﺪ ﺟﻮ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺭﺍ ﺑﺴ ــﺘﻪ ﻭ 33.85 ﺩﺭﺻﺪ ﺟﻮ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺭﺍ ﺑ ــﺎﺯ ﺍﻋﻼﻡ ﻧﻤﻮﺩﻩ ﺍﻧﺪ ﻭ ﺍﺯ 69 ﭘﺮﺳ ــﻨﻞ ﺑﺮﻭﻧﮕﺮﺍ 
69.32 ﺩﺭﺻﺪ ﺟﻮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺭﺍ ﺑﺴﺘﻪ ﻭ 40.67 ﺩﺭﺻﺪ ﺟﻮ ﺁﻥ 
ﺭﺍ ﺑﺎﺯ ﻋﻨﻮﺍﻥ ﻧﻤﻮﺩﻩ ﺍﻧﺪ. ﻟﺬﺍ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻛﺎﻱ ﺩﻭ ﻣﺤﺎﺳ ــﺒﻪ ﺷ ــﺪﻩ، 
ﺑﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﺩﺭ ﺍﺑﻌﺎﺩ ﺩﺭﻭﻧﮕﺮﺍﻳﻲ ﻭ ﺑﺮﻭﻧﮕﺮﺍﻳﻲ 
ﺑ ــﺎ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﺍﻱ ﻭﺟﻮﺩ ﻧ ــﺪﺍﺭﺩ. ﻧﺘﺎﻳﺞ ﺟﺪﻭﻝ 2 ﻧﻴﺰ 
ﻣﺮﺟﺎﻥ ﻣﺮﺩﺍﻧﻲ ﺣﻤﻮﻟﻪ / ﻋﺰﻳﺰ ﺷﻬﺮﻛﻲ ﻭﺍﺣﺪ
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ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺍﺯ 97 ﭘﺮﺳﻨﻞ ﺩﺍﺭﺍﻱ ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ، 44.53 
ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺟﻮ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺭﺍ ﺑﺴﺘﻪ ﻭ 65.46 ﺩﺭﺻﺪ ﺁﻧﻬﺎ ﺟﻮ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺭﺍ ﺑﺎﺯ ﺩﺍﻧﺴ ــﺘﻪ ﺍﻧﺪ ﻭ ﺍﺯ 14 ﭘﺮﺳﻨﻞ ﻭﺍﺟﺪ 
ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ 72.92 ﺩﺭﺻﺪ ﺁﻧﻬﺎ ﺟﻮﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺭﺍ 
ﺑﺴﺘﻪ ﻭ 37.07 ﺩﺭﺻﺪ ﺁﻧﻬﺎ ﺍﻳﻦ ﺟﻮ ﺭﺍ ﺑﺎﺯ ﮔﺰﺍﺭﺵ ﻛﺮﺩﻩ ﺍﻧﺪ ﻛﻪ ﺩﺭ 
ﺍﻳﻦ ﻣﻮﺭﺩ ﻫﻢ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻛﺎﻱ ﺩﻭ ﻣﺤﺎﺳﺒﻪ ﺷﺪﻩ، ﺑﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻱ 
ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺍﺑﻌﺎﺩ ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ ﻭ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ 
ﺑﺎ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﺍﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺷ ــﺘﻪ ﺍﺳ ــﺖ. ﺑﻪ ﻋﻼﻭﻩ، 
ﻧﺘﺎﻳﺞ ﺟﺪﻭﻝ 3 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ، ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻦ ﻛﻪ ﺗﻲ ﻣﺸﺎﻫﺪﻩ 
ﺷ ــﺪﻩ ﺩﺭ ﺧﺼﻮﺹ ﺍﺑﻌ ــﺎﺩ )ﺣﻤﺎﻳﺘﻲ، ﺩﺳ ــﺘﻮﺭﻱ، ﺗﺤﺪﻳﺪﻱ، 
ﻫﻤﻜﺎﺭﺍﻧﻪ ﻭﻣﺘﻌﻬﺪﺍﻧﻪ( ﺩﺭ ﺳﻄﺢ 50.0≤P ﻣﻌﻨﻲ ﺩﺍﺭ ﻧﺒﻮﺩﻩ ﺍﺳﺖ، 
ﺑﻨﺎﺑﺮﺍﻳﻦ ﺑﻴﻦ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺑﺎ ﺍﺑﻌﺎﺩ ﺷﺨﺼﻴﺘﻲ 
)ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ، ﺑﺮﻭﻥ ﮔﺮﺍﻳ ــﻲ( ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭﻭﺟﻮﺩ 
ﻧﺪﺍﺭﺩ ﻭﻟﻲ ﺗﻲ ﻣﺸ ــﺎﻫﺪﻩ ﺷﺪﻩ ﺩﺭﺧﺼﻮﺹ ﺭﻓﺘﺎﺭﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧﻪ 
ﺩﺭ ﺳ ــﻄﺢ 50.0≤P ﻣﻌﻨﺎ ﺩﺍﺭ ﺑﻮﺩﻩ ﺍﺳ ــﺖ. ﺩﻳﮕ ــﺮ ﻧﺘﺎﻳﺞ ﻣﻄﺎﺑﻖ 
ﺟﺪﻭﻝ 4 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻨﻜﻪ ﺗﻲ ﻣﺸﺎﻫﺪﻩ ﺷﺪﻩ ﺩﺭ 
ﺳ ــﻄﺢ 50.0≤P ﻣﻌﻨﻲ ﺩﺍﺭ ﻧﻴﺴﺖ، ﺑﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ 
)ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ، ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ( ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ 
ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﺩﺭ ﻧﺘﺎﻳﺞ ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﺍﺯ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ، ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺑﻴﻦ 
ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧﻪ ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ، 
ﺑﺮﻭﻥ ﮔﺮﺍﻳﻲ، ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ ﻭ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ ﺑﺎ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻣﺸ ــﺎﻫﺪﻩ ﻧﺸ ــﺪ. ﺑﻪ ﺗﻌﺒﻴﺮ ﺩﻳﮕﺮ، ﻫﻴﭻ ﻳﻚ ﺍﺯ ﺍﺑﻌﺎﺩ 
ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺗﺄﺛﻴﺮﻱ ﺩﺭ ﺑﺎﺯ ﻭ ﺑﺴﺘﻪ ﺑﻮﺩﻥ ﺟﻮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﻧﺪﺍﺷ ــﺘﻪ ﺍﺳﺖ.ﮔﺮﻭﻫﻲ ﺍﺯ ﻣﺤﻘﻘﺎﻥ ﺑﺎ ﻣﻄﺎﻟﻌﻪ 461 ﻧﻔﺮ ﻛﺎﺭﻛﻨﺎﻥ 
ﭘﺮﺳﺘﺎﺭﻱ ﺍﺯ ﺩﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﺭ ﻛﺸﻮﺭ ﻣﺼﺮ ﺩﺭﻳﺎﻓﺘﻨﺪ، ﻫﻴﭻ ﮔﻮﻧﻪ 
ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺑﻴﻦ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﻳﺎﻓﺖ ﻧﺸﺪ 
ﻭ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﻫﺮ ﺩﻭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻭﺿﻌﻴﺖ ﺟﻮ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻧﻲ ﺭﺍ 
ﺩﺭ ﺣﺪ ﻣﺘﻮﺳ ــﻂ ﮔ ــﺰﺍﺭﺵ ﺩﺍﺩﻩ ﺍﻧﺪ.ﺑﻪ ﻋ ــﻼﻭﻩ، ﺭﺍﺑﻄﻪ ﻣﺜﺒﺖ ﻭ 
ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺑﻴﻦ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺗﻮﺍﻧﻤﻨﺪﻱ ﺣﺮﻓﻪ ﺍﻱ ﭘﺮﺳﺘﺎﺭﺍﻥ 
ﻣﺸﺎﻫﺪﻩ ﺷﺪ. ]01[ ﺟﻤﻌﻲ ﺍﺯ ﭘﮋﻭﻫﺸﮕﺮﺍﻥ ﺁﻣﺮﻳﻜﺎﻳﻲ ﺑﺎ ﺑﺮﺭﺳﻲ 
987 ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ، ﺍﻇﻬﺎﺭ ﺩﺍﺷﺘﻨﺪ ﻛﻪ ﻣﻬﻢ ﺗﺮﻳﻦ 
ﻋﻨﺎﺻﺮ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﺯ ﻧﻈﺮ ﻛﺎﺭﻛﻨﺎﻥ ﺷﺎﻣﻞ ﺣﻤﺎﻳﺖ ﺍﺯ ﺳﻮﻱ 
ﻣﺪﻳﺮﺍﻥ ﺍﺭﺷﺪ ﺑﻴﻤﺎﺭﺳﺘﺎﻧﻲ، ﻓﻘﺪﺍﻥ ﻣﻮﺍﻧﻊ ﺍﻣﻨﻴﺖ ﺷﻐﻠﻲ، ﺍﺭﺗﺒﺎﻁ 
ﺧ ــﻮﺏ ﻛﺎﺭﻛﻨ ــﺎﻥ ﻭ ﺣﺪﺍﻗﻞ ﺗﻌﺎﺭﺽ ﺑﻴﻦ ﺁﻥ ﻫ ــﺎ، ﻓﺮﺍﻫﻢ ﺑﻮﺩﻥ 
ﺣﻔﺎﻇﺖ ﺷﺨﺼﻲ، ﺷ ــﻔﺎﻓﻴﺖ ﻗﻮﺍﻧﻴﻦ ﻛﺎﺭﻱ ﻭ ﺑﺎﺯﺧﻮﺭﺩ ﻣﺜﺒﺖ 
ﺍﺯ ﻃﺮﻑ ﺳﻮﭘﺮﻭﺍﻳﺰﺭﻫﺎ ﺑﻮﺩﻩ ﺍﻧﺪ. ]11[ ﻫﻤﭽﻨﻴﻦ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ 
ﺭﺍﺑﻄﻪ ﻱ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ …
ﺟﺪﻭﻝ 1: ﺭﺍﺑﻄﻪ ﻱ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ )ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ - ﺑﺮﻭﻥ ﮔﺮﺍﻳﻲ( ﺑﺎ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ
ﺩﺭﻭﻥ ﮔﺮﺍ
ﻓﺮﺍﻭﺍﻧﻲ )ﺩﺭﺻﺪ(
ﺑﺮﻭﻥ ﮔﺮﺍ
ﻓﺮﺍﻭﺍﻧﻲ )ﺩﺭﺻﺪ(
32 )69.32(01 )76.14(ﺟﻮﺑﺴﺘﻪ
37 )40.67(41 )33.85(ﺟﻮ ﺑﺎﺯ
69 )001(42 )001(ﺟﻤﻊ
976.0≤P , 171.0=2X
ﺟﺪﻭﻝ 2: ﺭﺍﺑﻄﻪ ﻱ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ )ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ - ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ( ﺑﺎ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ
ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ
ﻓﺮﺍﻭﺍﻧﻲ )ﺩﺭﺻﺪ(
ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ
ﻓﺮﺍﻭﺍﻧﻲ )ﺩﺭﺻﺪ(
21 )72.92(82 )44.53(ﺟﻮﺑﺴﺘﻪ
92 )37.07(15 )65.46(ﺟﻮ ﺑﺎﺯ
14 )001(97 )001(ﺟﻤﻊ
133.0≤P , 459.0=2X
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ﭘﮋﻭﻫﺶ ﺑﺎﺳ ــﺎﻳﺮ ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﻫﻤﺴﻮ ﻧﻤﻲ ﺑﺎﺷﺪ. 
]7،8[ ﻳﺎﻓﺘﻪ ﻫ ــﺎﻱ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﻧﺸ ــﺎﻥ ﺩﻫﻨﺪﻩ ﺁﻥ ﺍﺳ ــﺖ ﻛﻪ ﺑﻴﻦ 
ﻣﺘﻐﻴﺮﻫﺎﻱ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ )ﺣﻤﺎﻳﺘﻲ 207.0=P، ﺩﺳﺘﻮﺭﻱ 
667.0=P، ﺗﺤﺪﻳ ــﺪﻱ 689.0=P، ﻫﻤﻜﺎﺭﺍﻧ ــﻪ 574.0=P ﻭ 
ﻣﺘﻌﻬﺪﺍﻧﻪ 632.0=P( ﺑﺎ ﺍﺑﻌﺎﺩ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺗﻔﺎﻭﺗﻲ ﻭﺟﻮﺩ 
ﻧﺪﺍﺷﺘﻪ ﺍﺳﺖ ﻭﻟﻲ ﺩﺭ ﺧﺼﻮﺹ ﺑﻌﺪ ﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧﻪ )320.0=P(، 
ﺑﻴ ــﻦ ﺍﻳﻦ ﺑﻌﺪ ﺑﺎ ﺍﺑﻌﺎﺩ ﺷ ــﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺗﻔﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ 
ﻣﺸ ــﺎﻫﺪﻩ ﺷﺪﻩ ﺍﺳ ــﺖ. ﺑﻪ ﺩﻳﮕﺮ ﻋﺒﺎﺭﺕ، ﺟﻮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﺯ ﻧﻈﺮ 
ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭﻭﻧﮕﺮﺍ، ﻏﻴﺮﻣﺘﻌﻬﺪﺍﻧﻪ ﺗﺮﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺮﻭﻥ ﮔﺮﺍﺳ ــﺖ. 
ﻣﺤﻘﻘﺎﻥ ﻓﻨﻼﻧﺪﻱ ﻃﻲ ﻣﻄﺎﻟﻌﻪ ﺍﻱ ﺩﺭ ﺧﺼﻮﺹ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ، 
ﺑﻴﺎﻥ ﺩﺍﺷ ــﺘﻨﺪ، ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻧﻪ ﺗﻨﻬﺎ ﻣﺴﺌﻮﻝ ﺭﻫﺒﺮﻱ ﻭ ﻋﻤﻠﻜﺮﺩ 
ﺻﺤﻴﺢ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺑﺎﺷﺪ ﺑﻠﻜﻪ ﻣﺴ ــﺌﻮﻝ ﺳﻼﻣﺖ ﺣﺮﻓﻪ ﺍﻱ 
ﻛﺎﺭﻛﻨﺎﻥ ﻧﻴﺰ ﻫﺴﺖ. ]21[ ﺑﻪ ﺑﻴﺎﻥ ﺩﻳﮕﺮ ﺑﻬﺒﻮﺩ ﻛﻴﻔﻴﺖ ﻣﺤﻴﻂ ﻛﺎﺭ 
ﻣﻮﺟﺐ ﺍﺭﺗﻘﺎﻱ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻲ ﮔﺮﺩﺩ ﻭ ﺑﻪ ﺍﻳﺠﺎﺩﻳﻚ ﺳﺎﺯﻣﺎﻥ 
ﺳﺎﻟﻢ ﻛﻤﻚ ﻣﻲ ﻛﻨﺪ ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﻋﻤﻠﻜﺮﺩ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﺩﺭ ﻳﻚ 
ﺭﻭﺯ ﻣﺸﺨﺺ ﻣﻤﻜﻦ ﺍﺳﺖ ﺍﺛﺮﺑﺨﺶ ﻳﺎ ﻏﻴﺮ ﺍﺛﺮﺑﺨﺶ ﺑﺎﺷﺪ ﻭﻟﻲ 
ﻋﻼﺋﻢ ﺩﺭﺍﺯ ﻣﺪﺕ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺳﺎﻟﻢ ﺭﺿﺎﻳﺖ ﺑﺨﺶ ﺍﺳﺖ. 
]31[ ﻻﺯﻡ ﺑﻪ ﺫﻛﺮ ﺍﺳ ــﺖ ﺩﺭ ﺍﻳﻦ ﺭﺍﺳ ــﺘﺎ، ﻣﺘﻐﻴﺮﻫﺎﻱ ﺗﻮﺍﻧﻤﻨﺪﻱ، 
ﺍﺧﺘﻴ ــﺎﺭ، ﻧﻈﺎﺭﺕ ﺑﺮ ﻣﺤﻴ ــﻂ ﻛﺎﺭ ﻭ ﺭﻭﺍﺑﻂ ﻣﺜﺒﺖ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ 
ﻳﻜﺪﻳﮕﺮ ﺭﺍﺑﻄﻪ ﺩﺍﺭﻧﺪ. ]41[ ﻏﻨﻲ ﺳﺎﺯﻱ ﻣﺤﻴﻂ ﻫﺎﻱ ﻛﺎﺭﻱ ﺑﺮﺍﻱ 
ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ، ﻣﻲ ﺗﻮﺍﻧﺪ ﺣﺲ ﺧﻮﺩﺍﺭﺯﺷﻤﻨﺪﻱ ﺁﻧﻬﺎ 
ﺭﺍ ﺍﻓﺰﺍﻳﺶ ﺩﻫﺪ. ]51[ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﻣﺪﻳﺮﺍﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﻧﻘﺶ 
ﻣﻬﻤﻲ ﺩﺭ ﺣﻤﺎﻳﺖ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺟﻬﺖ ﺍﺭﺗﻘﺎﻱ ﺳﻼﻣﺖ ﺣﺮﻓﻪ ﺍﻱ 
ﺁﻧ ــﺎﻥ ﻭ ﺗﻘﻮﻳﺖ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ ﺗﺼﻤﻴﻢ ﮔﻴ ــﺮﻱ ﺑﺮﺍﻱ ﺁﻧﺎﻥ ﺩﺍﺭﻧﺪ ﺗﺎ 
ﺣﺲ ﺍﺭﺯﺷﻤﻨﺪﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺍﻓﺰﺍﻳﺶ ﻳﺎﺑﺪ. ﺑﻪ ﻋﻼﻭﻩ، ﻣﺪﻳﺮ ﻣﺆﺛﺮ 
ﻣﻬﺎﺭﺕ ﺑﻪ ﺳ ــﺰﺍﻳﻲ ﺩﺭ ﺑﺮﺍﻧﮕﻴﺨﺘﻦ ﻛﺎﺭﻛﻨ ــﺎﻥ ﺑﺎ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻦ 
ﻣﺮﺟﺎﻥ ﻣﺮﺩﺍﻧﻲ ﺣﻤﻮﻟﻪ / ﻋﺰﻳﺰ ﺷﻬﺮﻛﻲ ﻭﺍﺣﺪ
ﺟﺪﻭﻝ 3: ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﺩﺭﻭﻥ ﮔﺮﺍﻳﻲ - ﺑﺮﻭﻥ ﮔﺮﺍﻳﻲ
ﻣﻴﺎﻧﮕﻴﻦ )ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ(ﺩﺭﻭﻥ ﮔﺮﺍﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ
ﺑﺮﻭﻥ ﮔﺮﺍ
eulaVptﻣﻴﺎﻧﮕﻴﻦ )ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ(
207.0483.095.02 )64.3(89.02 )29.3(ﺣﻤﺎﻳﺘﻲ
667.0992.079.9 )3.2(71.01 )95.2(ﺩﺳﺘﻮﺭﻱ
689.0810.0-31.31 )7.1(92.31 )71.1(ﺗﺤﺪﻳﺪﻱ
574.027.03.33 )52.4(12.43 )88.4(ﻫﻤﻜﺎﺭﺍﻧﻪ
632.0991.159.71 )20.4(31.91 )28.2(ﻣﺘﻌﻬﺪﺍﻧﻪ
320.0643.263.51 )69.1(15.61 )24.1(ﻏﻴﺮ ﻣﺘﻌﻬﺪﺍﻧﻪ
ﺟﺪﻭﻝ 4: ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ - ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ
ﻣﻴﺎﻧﮕﻴﻦ )ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ(ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲﺍﺑﻌﺎﺩ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ
ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ
eulaVptﻣﻴﺎﻧﮕﻴﻦ )ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ(
315.066.03.12 )67.3(75.02 )36.3(ﺣﻤﺎﻳﺘﻲ
453.0639.015.9 )54.2(42.01 )7.2(ﺩﺳﺘﻮﺭﻱ
51.064.117.21 )14.1(64.31 )47.1(ﺗﺤﺪﻳﺪﻱ
632.091.153 )35.4(72.33 )94.4(ﻫﻤﻜﺎﺭﺍﻧﻪ
551.044.17.91 )76.2(60.81 )75.3(ﻣﺘﻌﻬﺪﺍﻧﻪ
389.022.088.51 )33.1(7.51 )79.1(ﻏﻴﺮ ﻣﺘﻌﻬﺪﺍﻧﻪ
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ﻣﺪﻳﺮﻳ
82
ﺭﺍﺑﻄﻪ ﻱ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ …
ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﺁﻧ ــﺎﻥ ﺩﺍﺭﺩ. ]61[ ﻫﻤﭽﻨﻴﻦ ﻣﺪﻳﺮﻳﺖ 
ﻣﺸ ــﺎﺭﻛﺘﻲ ﺑ ــﺮ ﺗﻌﻬﺪ ﺷ ــﻐﻠﻲ، ﺭﺿﺎﻳﺖ ﺷ ــﻐﻠﻲ ﻭ ﻣﻮﻟﺪ ﺑﻮﺩﻥ 
ﻛﺎﺭﻛﻨﺎﻥ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻣﺮﺍﻗﺒﺖ ﺑﻬﺪﺍﺷﺘﻲ ﻣﺜﻞ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺍﺛﺮ 
ﺩﺍﺭﺩ. ]71[ ﺩﺭ ﺍﻳﻦ ﺭﺍﺑﻄﻪ، ﻋﻘﻴﺪﻩ ﺑﺮ ﺍﻳﻦ ﺍﺳﺖ ﻛﻪ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ 
ﺗﺤﺖ ﻋﻮﺍﻣﻠﻲ ﭼﻮﻥ ﺍﺳ ــﺘﻘﻼﻝ ﺣﺮﻓﻪ ﺍﻱ، ﺍﻧﺘﻈﺎﺭﺍﺕ ﺭﻫﺒﺮ، ﺟﻮ 
ﺳ ــﺎﺯﻣﺎﻧﻲ، ﺗﻌﺎﺭﺽ ﻭ ﺍﺑﻬﺎﻡ ﻧﻘﺶ ﺣﺮﻓﻪ ﺍﻱ، ﺭﻓﺘﺎﺭﻫﺎﻱ ﺭﻫﺒﺮﻱ 
ﻭ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻗﺮﺍﺭ ﺩﺍﺭﺩ. ]81[ ﺟﻤﻌﻲ 
ﺍﺯ ﻣﺤﻘﻘﻴ ــﻦ ﺁﻣﺮﻳﻜﺎﻳ ــﻲ ﺑﻪ ﻣﻄﺎﻟﻌﻪ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﭘﺮﺩﺍﺧﺘﻨﺪ ﻭ ﺍﻇﻬﺎﺭ ﺩﺍﺷ ــﺘﻨﺪ ﻛﻪ ﻛﺎﺭ ﮔﺮﻭﻫﻲ، ﺷ ــﻨﺎﺧﺖ ﻋﻮﺍﻣﻞ 
ﺗﻨﺶ ﺯﺍﻱ ﻛﺎﺭﻱ ﻭ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺍﺯ ﻣﻬﻢ ﺗﺮﻳﻦ ﻣﺆﻟﻔﻪ ﻫﺎ ﺩﺭ ﺍﻳﻦ 
ﺯﻣﻴﻨﻪ ﻣﻲ ﺑﺎﺷﻨﺪ. ]91[ ﺩﺭ ﻣﻘﺎﺑﻞ ﮔﺮﻭﻫﻲ ﺍﺯ ﻣﺤﻘﻘﺎﻥ ﺍﺳﭙﺎﻧﻴﺎﻳﻲ 
ﺩﺭ ﻣﻄﺎﻟﻌﻪ ﺧﻮﺩ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳ ــﻴﺪﻧﺪ ﻛﻪ ﺑﻴﺸﺘﺮﻳﻦ ﻧﺎﺭﺿﺎﻳﺘﻲ 
ﺷﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﻣﺮﺑﻮﻁ ﺑﻪ ﺣﻘﻮﻕ ﻭ ﻣﺰﺍﻳﺎﻱ ﺩﺭﻳﺎﻓﺘﻲ 
ﺁﻧﺎﻥ ﺑﻮﺩﻩ ﻭ ﺑﺮﻋﻜﺲ، ﺷﻨﺎﺧﺖ ﻋﻤﻠﻜﺮﺩ ﺷﻐﻠﻲ ﺑﻪ ﻃﻮﺭ ﺻﺤﻴﺢ 
ﻣﻬﻢ ﺗﺮﻳ ــﻦ ﻋﺎﻣﻞ ﺍﺛﺮﮔﺬﺍﺭ ﺩﺭ ﺭﺿﺎﻳﺖ ﻣﻨﺪﻱ ﺷ ــﻐﻠﻲ ﺁﻧﺎﻥ ﺑﻮﺩﻩ 
ﺍﺳ ــﺖ.ﻫﻤﭽﻨﻴﻦ ﺩﺭ ﻧﺘﺎﻳﺞ ﺗﺤﻘﻴﻖ ﺍﺷ ــﺎﺭﻩ ﺩﺍﺷﺘﻨﺪ، ﻣﺸﺨﺼﺎﺕ 
ﻓ ــﺮﺩﻱ ﻭﺍﺣﺪﻫﺎﻱ ﭘﮋﻭﻫﺶ ﻛﻤﺘﺮﻳﻦ ﺍﺛﺮ ﺭﺍ ﺑﺮ ﺭﺿﺎﻳﺖ ﺷ ــﻐﻠﻲ 
ﺩﺍﺷ ــﺘﻪ ﺍﺳﺖ ﻭ ﺭﺿﺎﻳﺖ ﺷ ــﻐﻠﻲ ﺑﻪ ﻃﻮﺭ ﻗﻮﻱ ﺑﺎ ﺍﺭﺯﻳﺎﺑﻲ ﻣﺜﺒﺖ 
ﺍﺯ ﻭﻳﮋﮔﻲ ﻫ ــﺎﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﺮﺗﺒﻂ ﺍﺳ ــﺖ. ]02[ ﺍﺯ ﻃﺮﻓﻲ ﺑﻴﻦ 
ﺭﺿﺎﻳﺖ ﺷ ــﻐﻠﻲ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺷ ــﺨﺼﻴﺘﻲ ﻧﻴﺰ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ 
ﺩﺍﺭﺩ. ]12[ ﺩﻳﮕ ــﺮ ﻧﺘﺎﻳﺞ ﺗﺤﻘﻴﻖ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭﮔﺎﻧﻪ 
ﺷﺨﺼﻴﺖ ﺑﺎ ﻳﻜﺪﻳﮕﺮ ﺍﺭﺗﺒﺎﻁ ﺩﺍﺭﻧﺪ ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﺩﺭﺻﺪ ﺑﻴﺸﺘﺮﻱ 
ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭﻭﻧﮕﺮﺍ ﺩﺭﻣﻘﺎﻳﺴ ــﻪ ﺑﺎ ﺑﺮﻭﻥ ﮔﺮﺍ ﻫﺎ ﺩﺍﺭﺍﻱ ﻭﻳﮋﮔﻲ 
ﺷﺨﺼﻴﺘﻲ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ ﺑﻮﺩﻩ ﺍﻧﺪ. ﻣﻄﺎﺑﻖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ 
ﮔﺮﻭﻫﻲ ﺍﺯ ﻣﺤﻘﻘﺎﻥ ﺩﺭ ﻛﺮﻩ ﺟﻨﻮﺑﻲ، ﺣﻤﺎﻳﺖ ﺍﺟﺘﻤﺎﻋﻲ ﻧﺎﻛﺎﻓﻲ 
ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻭ ﻧﺎﺧﺸﻨﻮﺩﻱ ﺍﺯ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻣﺴﺒﺐ ﺗﻨﺶ ﻫﺎﻱ 
ﺷ ــﻐﻠﻲ ﻭ ﺭﻭﺍﻥ ﺭﻧﺠﻮﺭﻱ ﺩﺭ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﺑﺎﺷﺪ. ]22[ ﺩﺭ ﻧﻘﻄﻪ 
ﻣﻘﺎﺑﻞ، ﺑﻬﺒ ــﻮﺩ ﻋﻤﻠﻜﺮﺩ ﺣﺮﻓﻪ ﺍﻱ ﺩﺭ ﻣﺤﻴﻂ ﻫﺎﻱ ﻛﺎﺭﻱ ﺑﺎﻟﻴﻨﻲ، 
ﺗﻀﻤﻴﻦ ﻛﻨﻨﺪﻩ ﻛﻴﻔﻴﺖ ﻭ ﺛﺒﺎﺕ ﺷ ــﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﺑﺎﺷﺪ. ]32[ 
ﻟ ــﺬﺍ ﺑ ــﺎ ﺗﻮﺟﻪ ﺑﻪ ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻭ ﻧﺘﺎﻳﺞ ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﺍﺯ 
ﺳ ــﺎﻳﺮ ﭘﮋﻭﻫﺶ ﻫﺎ ﺩﺭ ﻫﻤﻴﻦ ﺯﻣﻴﻨﻪ، ﻭ ﺗﺄﺛﻴﺮ ﺍﺟﺘﻨﺎﺏ ﻧﺎﭘﺬﻳﺮﻱ ﻛﻪ 
ﺟﻮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺑﺮ ﻛﻴﻔﻴﺖ ﺧﺪﻣﺎﺕ ﺍﺭﺍﺋﻪ ﺷﺪﻩ ﺍﺯ 
ﺳﻮﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺷﺎﻏﻞ ﺩﺭ ﺁﻧﻬﺎ ﺩﺍﺭﺩ، ﺿﺮﻭﺭﻱ ﺍﺳﺖ ﺁﺷﻨﺎﺳﺎﺯﻱ 
ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺑﺎ ﻓﺮﺁﻳﻨﺪ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻛﺴﺐ ﺁﮔﺎﻫﻲ 
ﻭ ﻣﻬﺎﺭﺕ ﻻﺯﻡ ﺑﺮﺍﻱ ﺗﺸ ــﺨﻴﺺ ﻋﻮﺍﻣ ــﻞ ﺍﺛﺮﮔﺬﺍﺭ ﺑﺮ ﺁﻥ ﺍﻧﺠﺎﻡ 
ﺷ ــﻮﺩ ﻭ ﻣﺤﻴﻄ ــﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﻛﻪ ﺣﺲ ﻫﻤ ــﻜﺎﺭﻱ ﺑﻴﻦ 
ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺍﻓﺰﺍﻳﺶ ﻣﻲ ﺩﻫﺪ ﻭ ﻣﻨﺠﺮ ﺑﻪ ﺩﺭﻙ ﻣﺜﺒﺖ ﺁﻧﻬﺎ ﻧﺴﺒﺖ 
ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﻲ ﮔﺮﺩﺩ، ﻓﺮﺍﻫﻢ ﺷﻮﺩ ﺯﻳﺮﺍ ﺟﻮ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻄﻠﻮﺏ 
ﻗﺎﺩﺭ ﺍﺳﺖ ﺍﻧﮕﻴﺰﺵ ﺷﻐﻠﻲ، ﺗﻤﺎﻳﻞ ﺑﻪ ﺍﻧﺠﺎﻡ ﻛﺎﺭ، ﺗﻮﺍﻧﺎﻳﻲ ﻣﺸﻜﻞ 
ﮔﺸﺎﻳﻲ ﻭ ﺟﺪﻳﺖ ﺩﺭ ﻛﺎﺭ ﺭﺍ ﺗﺪﺍﻭﻡ ﺑﺨﺸﺪ. ﻫﻤﭽﻨﻴﻦ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ 
ﺁﻧﻜ ــﻪ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﺑﻴﺎﻥ ﻣﻲ ﺩﺍﺭﺩ، ﻫﺮ ﭼﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺮﻭﻧﮕﺮﺍﺗﺮ 
ﻣﻲ ﺑﺎﺷ ــﻨﺪ، ﺍﺯ ﺛﺒﺎﺕ ﻫﻴﺠﺎﻧﻲ ﺑﻴﺸ ــﺘﺮﻱ ﺑﺮﺧﻮﺭﺩﺍﺭ ﻫﺴﺘﻨﺪ ﻭ ﺑﻪ 
ﻋﻼﻭﻩ ﺟﻮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺁﻥ ﻫﺎ ﻣﺘﻌﻬﺪﺍﻧﻪ ﺗﺮ ﻣﻲ ﺷﻮﺩ، ﭘﮋﻭﻫﺸﮕﺮﺍﻥ 
ﭘﻴﺸﻨﻬﺎﺩ ﻣﻲ ﻧﻤﺎﻳﻨﺪ ﻣﺪﻳﺮﺍﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﻧﺴﺒﺖ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ 
ﺷﺨﺼﻴﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ، ﺷﻨﺎﺧﺖ ﻭ ﺁﮔﺎﻫﻲ ﺑﻴﺸﺘﺮﻱ ﻛﺴﺐ ﻧﻤﺎﻳﻨﺪ 
ﺗ ــﺎ ﮔﺰﻳﻨﺶ ﻭ ﺍﻧﺘﺨﺎﺏ ﻛﺎﺭﻛﻨﺎﻥ ﻭﺍﺟﺪ ﺷ ــﺮﺍﻳﻂ، ﺍﺯ ﺍﻳﻦ ﺭﻫﮕﺬﺭ 
ﺑﻬﺘﺮ ﺍﻧﺠﺎﻡ ﮔﻴﺮﺩ ﭼﺮﺍ ﻛﻪ ﺍﺣﺴﺎﺳ ــﺎﺕ ﺗﺠﺮﺑﻪ ﺷ ــﺪﻩ ﺍﺯ ﺳ ــﻮﻱ 
ﻛﺎﺭﻛﻨ ــﺎﻥ ﺩﺭ ﻣﺤﻴﻂ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ، ﺑﻴﺶ ﺍﺯ ﻫ ــﺮ ﻋﺎﻣﻠﻲ ﻣﺘﺄﺛﺮ ﺍﺯ 
ﺍﻋﺘﻤﺎﺩ ﻭ ﺍﺣﺴﺎﺳ ــﻲ ﺍﺳﺖ ﻛﻪ ﻧﺴﺒﺖ ﺑﻪ ﻣﺪﻳﺮﺍﻥ ﺧﻮﺩ ﺩﺍﺭﻧﺪ. ﺩﺭ 
ﺍﻧﺘﻬﺎ ﺷ ــﺎﻳﺎﻥ ﺫﻛﺮ ﺍﺳﺖ، ﺭﻭﺵ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﺑﻪ ﻛﺎﺭ ﺭﻓﺘﻪ ﺩﺭ ﺍﻳﻦ 
ﺗﺤﻘﻴﻖ ﻛﻪ ﺍﺯ ﺩﺳ ــﺘﻪ ﺭﻭﺵ ﻫﺎﻱ ﻏﻴﺮ ﺍﺣﺘﻤﺎﻟﻲ ﻣﻲ ﺑﺎﺷﺪ، ﺗﻌﻤﻴﻢ 
ﻧﺘﺎﻳﺞ ﺭﺍ ﺑﺎ ﺩﺷ ــﻮﺍﺭﻱ ﺭﻭ ﺑﻪ ﺭﻭ ﻧﻤﻮﺩﻩ ﺍﺳ ــﺖ، ﺑﻨﺎﺑﺮﺍﻳﻦ ﺩﺭ ﺍﻳﻦ 
ﺯﻣﻴﻨ ــﻪ ﺭﻋﺎﻳﺖ ﺍﺣﺘﻴﺎﻁ ﻻﺯﻡ ﺍﺳ ــﺖ.ﻫﻤﭽﻨﻴﻦ ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ، 
ﺭﺳﺘﻪ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺷﻐﻠﻲ ﺩﺭ ﻳﻚ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﻣﻮﺭﺩ 
ﻣﻄﺎﻟﻌﻪ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳﺖ ﻛﻪ ﺗﻮﺻﻴﻪ ﻣﻲ ﮔﺮﺩﺩ ﺩﺭ ﺗﺤﻘﻴﻘﺎﺕ ﺁﺗﻲ 
ﺍﻳﻦ ﺭﺳ ــﺘﻪ ﻫﺎ ﺑﻪ ﺗﻔﻜﻴﻚ ﻭ ﺩﺭ ﭼﻨﺪ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ، ﺑﺎ ﺣﺠﻢ ﻧﻤﻮﻧﻪ 
ﺑﻴﺸﺘﺮﻱ ﻣﻮﺭﺩ ﻣﻘﺎﻳﺴﻪ ﻗﺮﺍﺭ ﮔﻴﺮﻧﺪ.
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Relationship between Hospital Personnel’s Personality 
Characteristics and Organizational Climate,
Najafabad, Iran
Shahraky-Vahed A.1 / Mardani–Hamule M.2
Introduction: Personnel’s concept of hospital is formed organizational climate and the most common 
internal factor at hospital that affects organizational climate is personality characteristics of personnel. 
These characteristics effect on humanistic communications. The aim of this study was to determine the 
relationship between hospital personnel’s personality characteristics and organizational climate.
Methods: This is a descriptive-correlation research. The statistical sample consisted of 120 personnel 
of Fateme-ye Zahra hospital in Najafabad were selected from all personnel through the convenience 
sampling in 2008. The Eysenck Personality Questionnaire, covering personality aspects (introversion, 
extroversion, emotional stability and neuroticism) and organizational climate questionnaire in its six 
aspects (supportive, directive, restrictive, collegial, committed, and disengaged) were used for data 
gathering. Data were analyzed by descriptive statistics, chi-square test and t-test.
Results: There is no relationship between the personality characteristics of personnel and open/closed 
organizational climates. Also, no relationship was found between personality aspects and organizational 
climate except of disengaged. We found a positive relation among four aspects of personality.
Conclusion: Extrovert personnel need to possess more committed of organizational climate. Thus, the 
hospital managers need more cognition about personality characteristics to select them in a better way.
Keywords: Organizational Climate, Hospitals, Personnel, Personality Characteristics
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